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Abstract 
The purpose of this research was to find out the perception of managers on the learning opportunities at their 
workplace and to identify the different learning opportunities that prevail amongst managers surveyed. Whilst the 
perception on their learning opportunities was generally good, they are however inclined to relying on tasks that give 
them more room in terms of increased responsibilities, lowered authoritativeness and independence to generate 
changes that heads towards new directions. Some recommendations are given towards the end for management 
consideration for appropriate interventions in providing better learning opportunities. 
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1. Introduction  
     As almost all the researchers in the field of learning organization argued that the responsibility to 
conceptualize and operationalize in mobilizing an organization as a learning organization was anchored 
upon managers, the interest to know on managerial learning grows much deeper. Research by Van der 
Sluis (2000) has highlighted, to a very large extent, on variables contributing to managerial learning. A 
organization. 
As work environment of managers change continuously, continuous learning is an inevitable on-going 
 
* Assoc Prof Dr. Vikineswaran Maniam. E-mail address: vikineswaran@nilai.edu.my 
Available online at www.sciencedirect.com
 12 The Authors. Pub ished by Elsevier Ltd.
Selection and peer-review under responsibility of JIBES University, Jakarta
Open access und r CC BY-NC-ND lice e.
Open access under CC BY-NC-ND license.
816   Vikineswaran A Maniam /  Procedia - Social and Behavioral Sciences  65 ( 2012 )  815 – 820 
a
in Van der Sluis (2002, p.19). 
same kind of experience et al., 1997; Sadler-Smith, 1998 as in Van der Sluis, 2000, p. 79). 
erial learning (Van der 
Sluis, 2000, p.58). It was not the quantity of training and education that determines the amount of learning 
et al., 1994 as 
in Van der Sluis, 2000, p.58). Hence, the problem exists in terms of identifying the nature of workplace 
learning opportunities in a different context in order to improve learning infrastructures for managers. 
 
2. Research Objectives  
 
The specific research objectives (RO) pursued in this research would be to determine:  
i.  
ii. Whether there are significant differences in mean scores among the factors within the  learning 
opportunity variables 
Responses were received from managers to self-administered survey questionnaire (n=309). They were 
systematically selected from a list of organization. The organizations were randomly chosen prior to 
sample selection.  
 
3. Literature Review 
 
3.1 Learning Opportunities for Managers 
       McCauley et al. (1994, p.544-545) found that the developmental nature of three job experiences 
et al. (1994, p.544-545), regardless being positive 
(rewarding) or negative (risky and uncertain) in nature, gives vast opportunities for managers to learn, 
improve and develop in their work (also see Van der Sluis, 2000, p. 17).  The three job experiences or 
features are transition, task related work and obstacles. 
Additionally, according to Van der Sluis (2000, p.18), 
one of the developmental components of managerial jobs (Ohlott, McCauley & Ruderman, 1995  An 
der Sluis (2000, p.18-20) in her research. All of these four features can have positive or negative 
implications dependin
environment. 
      Transitions A transition is defined as changes in work role, such as a change in job content, status, 
 & West, 1988, as in McCauley et al., 1994, p.546). According to Van der 
ne  
Task Related Characteristics. Three important characteristics of task-related developmental 
challenges were identified. The first characteristic was creating change. Tasks such as change 
implementation, such as setting-up something totally new and correcting a troubled operation can 
-Smith, 1984 as in Van der Sluis, 2000, p.19).  
The second task related characteristic was high level of responsibility. This kind of task characteristics 
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responsibilities (Stewart, 1984 as in McCauley et al., 1994, p.547). 
The third task related characteristics involves non-authority relationships. Engaging in lesser formal 
can be highly developmental (McCall, Lombardo & Morrison, 1988 as in McCauley et al., 1994, p.547). 
et al., 1988, and Margerison & Kakabadse, 1984, as in McCauley et al., 1994, p.547) on the manager. 
Obstacles. 
p.19). Considerable learning opportunities have been attributed to: (i) unfavorable job conditions, (ii) 
situations (Field & Harris, 1991; McCall et al., 1988; Valerio, 1990; Lombardo & McCall, 1984, and 
Wick, 1989, as in McCauley et al., 1994, p.547). Uneasiness arising from above discomforts may render 
place (Snell, 1990, as in McCauley et al., 1994, p. 
547).  
Leader Support. Leader Support was the fourth factor in measuring learning opportunities. This 
factor was included by Van der Sluis (2000) in her research. Support for on-the-job learning by top 
ma
in the organization (among others Tannenbaum, 1997, as in Van der Sluis, 2000, p.20).  
 
 
 
4. Research Design and Instrumentation 
 
4.1 Research Design  
This study was a one-shot study design incorporating a cross-sectional survey using quantitative 
perceptions on quantitative variables in this study without manipulating or influencing any variable 
components of LOP measurement forwarded by Van der Sluis (2000). 
4.2 Instrumentation 
The validity of the instrument with the 104 statements/items was ascertained by specialists in the field 
of human resource development prior to testing for reliability. The responses were measured against 
Likert-
using SPSS, the instrument was found to be reliable for the purpose of the research with  = .9164 (as 
against .8200 in previous research by Van der Sluis). All of the reliability tests for the variable 
 value exceeding 0.7, being the convention recommended by 
Nunnally & Bernstein (1994). 
 
5. Findings and Discussions 
 
5.1  
The findings of a factor analysis on the data collected for the 104 items on workplace LOP support the 
use of the LOP variables as exogenous variables and the underlying factor structure useable for further 
analysis comprise: (i) task-
C); (ii) task-related 
-
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differences in factor structure in learning opportunities shown between the current and previous research 
by Van der Sluis (2000). 
Based on the ten- by exploratory data analysis, the mean rating for 
overall LOP was 4.9566 implying that overall the level of LOP amongst managers surveyed was 
moderate, as in previous research. 
As reflected in Table 1 managers rated their TRANS, TRCC, and OBLS as being moderate whereas 
the TRHRNR was rated as very good. This indicates that the managers prefer learning opportunities that 
is more challenging, less authoritative that leads to change (TRHRNR). TRCC learning opportunities 
(Task related characteristics depicted by change creation influenced by inherited problems, reduction 
decisions and problems with employees) showed the lowest mean score of 4.17 indicating that managers 
use this learning opportunities the least at their workplace. 
 
Table 1: Comparison of Learning Opportunities Components (Post Factor Analysis) 
   Mean Std. Deviation N 
 Overall LOP 4.9566 1.12366 309 
1 TRANS 5.1640 1.14249 309 
2 TRCC 4.1650 1.19646 309 
3 TRHRNR 6.0016 1.21188 309 
4 OBLS 5.0273 .98903 309 
 
 
5.2 RO 2: To Determine Whether there are the Significance of Differences in Mean Scores among the 
Factors within the LOP Variables 
A one-way repeated measures ANOVA was conducted to compare the mean scores of respondents on 
the four constructs, i.e. TRANS, TRCC, TRHRNR and OBLS. A pairwise comparison was made among 
the four LOP factors means (see Table 2) and six pairs pairwise comparisons existed for these factors. 
Five of the six comparisons were significant in controlling for LOP error rate across the six tests at the .05 
level, using Hol  
All pairs labeled #1, #2, #4, #5 and #6 had the same smallest p-value (Table 2), and the p-value of  
.0001 was less than alpha of .05/6 = .0083 and, therefore, the difference between the means of all the five 
pairs was significant.  
 
Table 2: Pairwise Comparisons for Repeated Measures of LOP 
 
Pairs (I) LOP (J) LOP 
Mean Difference 
(I-J) Std. Error p-value (a) 
95% Confidence Interval for 
Difference(a) 
         Lower Bound Upper Bound 
#1 1 2 .999(*) .070 .0001 .860 1.138 
#2  3 -.838(*) .080 .0001 -.995 -.680 
#3  4 .137(*) .062 .029 .014 .259 
 2 1 -.999(*) .070 .0001 -1.138 -.860 
#4  3 -1.837(*) .074 .0001 -1.982 -1.691 
#5  4 -.862(*) .060 .0001 -.981 -.743 
 3 1 .838(*) .080 .0001 .680 .995 
  2 1.837(*) .074 .0001 1.691 1.982 
#6  4 .974(*) .072 .0001 .833 1.115 
 4 1 -.137(*) .062 .029 -.259 -.014 
  2 .862(*) .060 .0001 .743 .981 
  3 -.974(*) .072 .0001 -1.115 -.833 
 Based on estimated marginal means;  *  The mean difference was significant at the .05 level.   a   Adjustment for multiple 
comparisons: Least Significant Difference (equivalent to no adjustments). 
cores on TRCC, 
TRHRNR, OBLS and TRANS learning opportunities showed significant difference when compared 
between any two of these four variables. Hence, this findings further support the usage of this LOP 
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variable structure as separate scales to measure the LOP in further analysis. Managers feel that TRHRNR 
(task related characteristics depicted by high level of responsibility, non-authority relationships, and 
certain aspects of new direction development) offer the most on-the-job LOP at their workplace.  
Comparing the mean scores of learning opportunity variables in previous researches, McCauley et al. 
(1994, p.546) found that   variable showed  the highest mean score; 
whereas research by Van der Sluis (1998d) s  the highest mean for LOP. In 
both these previous researches, repeated measure test to identify significance of difference was absent. It 
2000, p.12) that could have influenced managers perception on what LOP contribute to their on-the-job 
 as espoused by Dreher & Dougherty (1997), as in Van der Sluis (2000, p.12-13).   
 
6. Conclusions 
 
It can be concluded that managers surveyed feel that task-
-
ing opportunities followed by 
transitions (TRANS) in their jobs. Managers do not seem to prefer LOP represented by TRCC as it 
involves problematic situations and possible frictions with employees created by layoffs or problems 
created by predecessors or misunderstanding with subordinates.  
Leader Support (LS) and Obstacles (OBS) faced are viewed as single component (OBLS) as both have 
interrelated items that are congruent in terms of the top management being the source of creating such 
opportunities; and manager do consider this LOP quite favourably. Overall, although the LOP variables 
identified are acceptable for further investigation in this research, they do differ in structure compared to 
previous research as it is highly attributable to different work culture and environment.  
  
7. Recommendations 
 
Managers must be motivated to face problematic situations centred on or emanates from employees. 
Top management need to coach and educate managers on: (i) dealing with layoffs systematically with 
minimum of afflictions on both sides, (ii) how to identify and delineate inherited problems immediately 
upon taking over a position, regardless of normal or sudden transition, and (iii) communication strategies 
for resolving issues with employees that would otherwise turn into conflicts with unhealthy outcomes. 
With such support from the top management, the OBLS variable will also be enhanced in that managers 
will face various obstacles mentioned above with positive attitude and confidence, and better perception 
of this variable can precipitate as a result.    
Top management should further strengthen their trust relationship by reducing authoritativeness and 
increasing responsibilities that allow managers more independence to create changes by setting and 
pursuing new d -range and long-range strategies for growth. 
 
References 
Davies, J. and Easterby-Smith, M. (1984). Learning and development from managerial work experiences. 
Journal of Management Studies. 21:2. 
 
Dechant, K. (1990).  . Journal of 
Management Development. 9:40-49. 
 
Dreher, G.F. and Dougherty, T.W. (1997). Substitutes for career mentoring: Promoting equal opportunity 
through career management and assessment systems. Journal of Vocational Behavior. 51:110-124. 
 
820   Vikineswaran A Maniam /  Procedia - Social and Behavioral Sciences  65 ( 2012 )  815 – 820 
Field, H.S. and Harris, S.G. (1991). Entry-level, fast-track management development programs: 
Developmental tactics and perceived program effectiveness. Human Resource Planning. 14:261-273. 
 
Hall, D.T. (1976). Careers in Organizations. Glenview, IL: Scott-Foreman. 
 
Lombardo, M.M. and McCall, M.W. (1984). Coping With an Intolerable Boss. (Rep. No. 305). 
Greensboro, NC: Center for Creative Leadership. 
 
Margerison, C.J. and Kakabadse, A. (1984). The American Chief Executives Management Development 
Survey. New York: American Management Association. 
 
McCall, M.W., Lombardo, M.M. and Morrison, A.M.(1988). The lessons of experience:  How successful 
executives develop on the job. San Francisco: New Lexington  Press. 
 
McCauley, C.D., Ruderman, M.N., Ohlott, P.J. and Morrow, J.E. (1994). Assessing the  developmental 
components of managerial jobs. Journal of Applied Psychology.  79(4):  544-60. 
 
Nicholson, N. and West, M. (1988). Managerial Job Change: Men and Women in Transition. Cambridge, 
England: Cambridge University Press. 
 
Nunnally, J.C. and Bernstein, I.H. (1994). Psychometric Theory., New York, NY: McGraw-Hill. 
 
Ohlott, P.J., McCauley, C.D. and Ruderman, M.N. (1995). Development Challenge Profile: Learning 
from Job Experience. Center for Creative Leadership:Chicago. 
 
Onstenk, J.H.A.M. (1997). Learning to work by learning: broad professional skills and  the integration 
of learning, work, and innovation. PhD thesis. University of  Nijmegen. The Netherlands. 
 
Sadler-Smith, E. (1998). Cognitive Style and the Self-Management of Learning. Conference Proceedings, 
Lancaster-Leeds Collaborative Conference, Leeds. 
 
Simons,  P.R.J.  and  Zuylen, J.G.G.  (1995). The Didactics of Learning to Learn. Tilburg: Meso Consult. 
 
Smith, R.M. (1990). Learning to Learn Across the Life Span. San Francisco, CA: Jossey- Bass. 
 
Snell, R.S. (1990). Congenial ways of learning: So near and yet so far. Journal of Management 
Development. 9:17-23. 
 
Spreitzer, G.M., McCall, M.W. jr., and Mahoney, J.D. (1997). Early identification of international 
executive potential.  Journal of Applied Psychology. 82 (1): 6-29. 
 
Stewart, R. (1984). Developing managers by radical job moves. Journal of Management Development.  
 
Tannenbaum, S.I. (1997). Enhancing continuous learning: diagnostic findings from multiple companies.  
Human Resource Management. 36 (4): 437-52. 
 
Valerio, A.M. (1990). A Study of the Developmental Experiences of Managers. In K. E.  Clark  and M. 
B. Clark (Eds.), Measures of leadership (pp. 521 534). West  Orange, NJ:  Leadership Library of 
America. 
 
Van der Sluis, L.E.C. (2000). Management learning and development: The role of learning opportunities 
and learning behavior in management development and career success. Erasmus University Rotterdam, 
Dissertation: Thela Thesis/ Tinbergen Institute. 
 
Van der Sluis, L.E.C. (2002). Learning behavior and learning opportunities as career stimuli. Journal of 
Workplace Learning. Volume 14 Number 1 pp. 19-29. 
 
Wick, C.W. (1989). How People Develop: An In-depth Look. HR Report, 6 (7). 
